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Abstract 
         Sharing organization mis
environment.  Especially, considering production sector, d
for blue-collar employees is desired situation by managers. Existence of perception concerning organization for these employees is 
closely related to job operated by them in that company. Balance between job demands and control or resources provided to 
counterbalance the demands can influence the attitudes to organization and job for employees working in labor-intensive job. 
Considering Job Demand-Control Model propositions developed by Karasek (1979), how the balance between job demands and 
provided control for blue-collar employees affect to share   is investigated in this research. 345-
participant sampling is selected from blue-collar employees working in 8 different production companies. Proposed relationships 
are tested via structural equation modeling and hierarchical regression analysis. 
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1. Introduction 
       Organizations should be specifically interested in their relationships with employees. It has been found that 
attracting and retaining quality employees are necessary for acquiring a competitive edge, enhancing firm performance 
and achieving organizational success in the ever changing and competitive business environment (e.g., Greening & 
Turban, 2000). Further, it has been noted that committed employees are key success drivers as they influence 
productivity and other performance outcomes (e.g., financial performance) (Nguyen, 2010). 
(p. 631) (Nguyen, 2010).The perception of shared  values influence on organizational commitment provide insight on 
recruitment, retention and/or development strategies of employees. As the perceptions of the organization are 
understood  organizations are social constructions made up of and acting in accordance with 
shared percep Nguyen, 2010). 
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        Different groups of workers may evaluate their working conditions/organizastions using dissimilar 
conceptualizations. Such dissimilarities are meaningful because researchers often infer that mean differences in 
satisfaction ratings among various groups provide evidence regarding the nature of those characteristics that predict 
more or less satisfaction. For instance, a finding that white-collar workers are more satisfied with their work duties 
than are their blue-collar counterparts is usually interpreted to mean that the objective characteristics of the two job 
types (e.g., level of control, autonomy) result in greater satisfaction with the work itself (e.g., Hackman & Oldham, 
1980). However, to the degree that qualitative differences exist with respect to how these different groups think about 
s becomes 
a questionable practice.  scholars should examine different 
satisfaction patterns for various employee groups as an important strategy for understanding the nature of  satisfaction 
and, even more broadly, the nature of subjective work experience. White collar and blue collar employees report mean 
difference in facet job satisfaction (e.g., Herzberg et al. 1957) and because their distinct work experiences have the 
potential to lead them to think differentially about what contributes to or represents satisfaction with these job facets ( 
Hu  et al., 2010). 
   Blue-collar workers as those who perform primarily physical work and whose career paths are relatively 
restricted. A particularly robust finding from studies comparing job satisfaction across these groups is that blue-collar 
workers tend to be less satisfied than their white-collar counterparts with various aspects of their jobs, such as pay 
(e.g., Lee, Mueller, & Miller, 1981), their supervisors (e  1982), and the work itself (e.g., Lee 
- and white-collar 
workers may hold distinct ideas about the meaning of career success, given the dissimilar indicators of success and 
differing paths to such success that characterize the two groups. Related research documents that these two groups 
often attach unequal importance to the role of work in their lives and identity (Dubin, Champoux, & Porter, 1977), 
develop different meanings of work (Harpaz, 1986), and have different levels of job involvement (Kaufman, 1982). 
The two groups also perceive and react to some aspects of the job differently, such as role strain (Mathieu & Hamel, 
1989) and upward mobility (Prince, 2003). In addition, different job characteristics may be of more or less 
significance in determining overall job satisfaction across these two groups (Berger, 1986). Owing to this great 
complexity, white-collar employees potentially have more information and/or dimensions upon which to evaluate the 
facets of their jobs. For instance, the greater variety in their tasks may lead white-collar workers to evaluate their work 
in a more differentiated or nuanced way (Hu  et al., 2010). 
        Considering the balance between their job demands (requirements) and control given can be a tool for making 
blue-  
        In strategic management literature, the number of researches related to blue-collar employees less than that of 
white-collar employees relatively. Specifically, investigating blue-collar employees in sharing mission and vision will 
add  value  to  fields of  academics and practition so as to  fill the gap in the literature.  
 
       Within the framework of blue- , our study focuses on the notion that balance between job 
demands and control given  affects existence of  shared  mission and vision for blue-collar employees  positively .  In 
this context, the study begins by a  literature review of job demands-control  balance, shared mission and shared 
vision, then will go on to development of hypotheses. Research methodology, analyses results and research model will 
take place at second section. The results of the analyses will be discussed and recommendation will be provided for 
managers and academician at the last section.  
2. Literature Review And Hypotheses  
2.1. Job Demand-Control Balance 
      Job demands are defined as psychol
overloaded and having limited time to do the required work, and having conflicting demands. Noteworthy, these job 
demands are psychological in nature and not physical (i.e. physical exertion on the job, and physical hazards). Other 
components of psychological demands are stressors that arise from personal conflict that may have been caused by job 
insecurity and task pressures. Karasek and Theorell (1990) contend that task requirements or workload are central 
components of psychological demand. 
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        of psychological 
 environment so it becomes more rewarding or 
less threatening. The notion of control integrates the workers authority to make decisions on the job with their skills. 
Fox et al. (1993) emphasize that it is the belief in personal control in the workplace that has the most significant 
impact on experienced strain. Applications of control in the workplace include the scheduling individual rest breaks, 
utilizing flexi-time, choosing holiday leave and personalizing work areas  (Love et al.,, 2007).  Control  is sometimes 
call
decision-making authority, opportunities to participate, and opportunities to use skills and knowledge (Karasek & 
Theorell, 1990). The definition of autonomy encompasses the concept of job decision latitude but normally does not 
include opportunities to use skills and knowledge (Elovainio et al., 2004). According to Karasek (1979), job decision 
latitude moderates the detrimental effects of psychological work-related stressors on health (Karasek, 1979; Karasek & 
Theorell, 1990). The association between job decision latitude and employee health has repeatedly been demonstrated 
in several researches (Kivim.aki, Vahtera, Pentti, & Ferrie 2000; Theorell & Karasek, 1996). Spesific results have 
been reported in relation to  health indicators, such as medically certified sickness absences (Kivim.aki et al., 2000), 
self-reported disease (Bosma et al., 1997), and physiological and strain symptoms (Karasek & Theorell, 1990; 
Elovainio  et al., 2004). 
        Of the theoretical models that have been developed for explaining job burnout and health the best known is the 
-  Model; Karasek, 1979; Karasek & Theorell, 1990). The DC Model shows how health 
impairment may be influenced by two dimensions at work: job demands and job control or resources. In short, the DC 
Model has two main dimensions: demands at work, and the worker's decision latitude or degree of control over those 
demands (Karasek, 1979; Karasek & Theorell, 1990). Job types defined by demand-control levels are shown at 
Figure1. This model has been very fruitful in predicting job stress and health impairment in occupational health 
psychology. For Pelfrene et al. (2001), it is the best model for explaining the burnout process. A review by Van der 
Doef and Maes (1999) showed that high job demands and low control have negative effects on psychological and 
physiological health. Lourel et al. (2004) tested the DC Model among correctional officers in France and showed that 
a heavy workload predicted emotional exhaustion and depersonalization. However, a high degree of decision latitude 
predicted both emotional exhaustion and personal accomplishment (Lourel et al., 2008). Fox et. Al (1993) found 
significant interactions  between subjective and objective measures of  work load and a measure of perceived control 
predicting psychological and attitudinal outcomes indicated support for the model. Xie (1996) found support for the 
cross-cultu -decision latitude model. The highest anxiety and depression 
were related to high job demands and low control, and the highest job satisfaction and life satisfaction were related to 
high job demands and high control. Llorens et al. (2006) tested the robustness of the DC Model on different 
occupational samples. Structural equation modeling and multi-group analyses showed that the model did not vary 
across a number of occupational contexts and populations of different nationalities and countries  (Lourel et al., 2008). 
 
 Low job demand High job demands 
 
Low control Passive job High-strain job 
 
High control Low-strain job Active job 
Figure 1:  Job Demand- Job Control Model . 
2.2. Shared  Mission   
         
core values, the mission is considered to be the cornerstone of every organization and the starting point of every 
strategic management initiative (Bart and Hupfer, 2004). A well-crafted mission  has been attributed the power (a) to 
decision making, (d) to create a balance between the competing interests of various stakeholders, and (e) to motivate 
and inspire organizational members (Bart and Tabone, 2000). 
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       ectiveness 
of mission  
 the mission statement and 
 on them (Desmidt et al., 2008). Making employees share company mission  require 
some organization and job related elemets. One of the job related factors can be job content; specifically meeting 
expectations related to job content. 
2.3. Shared Vision 
 When the organization shareholder and members have a shared vision, they have the same perception about how to 
integrate strategic resources and how to interact with each other. Tsai and Ghoshal (1998) declared that a shared vision 
embodies the collective goals and aspirations of the members of an organization. Li (2005) claimed that shared vision 
as a social mechanism facilitates cooperative actions (Chang, 2011). It is  known that shared mission covers the skill 
of creating shared pictures concerning future (Senge, 1993). It is obvious that vision including values in that targets 
determined and described clearly contribute to effort by employees  increase the level of  organizational effectiveness.  
Besides, shared vision help human resource in organization allocate in convenient arrangement and develop core 
competencies ( . Several theorists have suggested or implied the cause and effect nature of 
the relationships between shared vision and both affective commitment and job satisfaction (Kouzes & Posner, 2002; 
Schein, 1992). Additionally, Testa (1999) found a positive linear relationship between leader-provided shared vision 
and the job satisfaction of organizational stakeholders in a service industry. Similarly, Dvir, Kass, and Shamir (2004) 
found a similar positive linear relationship between affective commitment and vision formulation among high-tech 
employees (West, 2009). West (2009) found leaders who demonstrate shared vision contribute to affective 
organizational commitment and job satisfaction. These serve to reinforce the importance of shared vision. 
      Organization leaders should make it a top priority to allow for input to and to keep followers well informed of the 
overall visions of their respective organizations. However, in reality, mission statements do not often appear to deliver 
the promised benefits. In fact, few managers believe that the mission statement is fully clear or self-evident to the rest 
of the organization, and  the organizational understanding, commitment, and support necessary for mission acceptance 
is available (Desmidt et al., 2008). Making employees share company vision  require some organization and job 
related elemets. One of the job related factors can be job content; specifically meeting expectations related to job 
content. 
2.4. Relationship between balance of  job demand- control and shared mission/ vision 
       The Theory of Planned Behavior (TPB) is a popular model for predicting and explaining human intentions and 
behavior (Ajzen, 2006). This theory has been used extensively as a basis for a wide range of social psychological 
investigations
policy, participation in an activity.) will depend on the following three general factors (Stevens et al., 2005): 
behavioral attitude, subjective norm, and perceived behavioral control. As a general rule, as the attitude increases in 
favorability, the subjective norm increases, and the perceived behavioral control increa
unfavorable opinion about a target behavior and its related outcomes. The second factor is the subjective norm or the 
pressure felt by the individual from salient social influential people to pursue the course of action in question. The 
third factor is the perceived behavioral control or confidence that one can successfully carry out the action. That is, the 
more that individuals believe that they have the requisite skills and resources needed to perform the behavior of 
interest, the likelihood that they will perform this behavior increases (Ajzen, 1991). In this research, the behavior of 
interest is the share of the organizational mission ana vision by organizational members.  
      Consistent with the TPB, it is believed that  what determines whether or not individual organizational members use 
the mission and vision statement will depend, in part, on the extent to which individual organizational members  feel 
confident that they understand and know how to utilize the company mission and vision (Stevens et al., 2005). 
Consequently, the aim of this study is to apply the TPB framework  to determine balance between job deamand and 
control   help to share mission ada vision by blue-collar employees   (Desmidt et al., 2008). 
     Kim, Chelladurai and Trail (2007) indicated 
volunteers through fit of the v  it is 
proposed that like employees, fit with the organization is important in the retention of volunteers. (Nguyen, 2010). 
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Considering this knowledge, we can say that fit between job requirements (demands) and resources (control) in an 
ation with organization, more specifially share mission and 
vision of company. Dwyer and research (1991) can be mentioned supporting the relationship between job 
demand-control and shared mission /vission. Researchers found that  there were significant interactions between 
control and objective psychological demands that indicated that these demands were assocaiated  with higher levels of 
tardiness and sick days only under conditions of low perceived control. Subjective workload  in interaction with 
control  predicted work satisfaction and voluntary absentence. Voluntary absentence is related to low level of 
organizational commitment or organizational  identificantion. It means decreased  level of shared mission and vission 
by employees. Ryosho (2010) found that job resource variables predicted job satisfaction. and job demand variables 
significantly and negatively predicted job satisfaction. Employees who reported control (resources) level similar to  
their expectancies were less likely to search for a new job.  Among job demand variables, problems with scheduling 
predicted job search behavior.  Blue-collar employees working 3 shifts face similar scheduling problems becuse of 
insufficient control level at their jobs. It can be said that job search behavior  is related to low levels of organizational 
commitent or  identification ,that is to say, shared mission adnd vision. 
Hypotheses can be proposed in the light of theoretical and field study findings explained before. 
 
on the job positively affects  sharing the 
organization  mission by the employee. 
 
H2: The balance betw
organization  vision  by the employee. 
3. Methodology 
3.1. Research Goal and Sampling 
In this survey, the aim is to identify the effect of balance between job demands and control given  on shared 
mission and vision by blue-collar employees. To test the hypotheses, a field survey using questionnaires is conducted. 
The survey of this study is conducted on 345 blue-collar employees of 8 firms operating in manufacturing industry in 
Turkey. Data obtained from questionnaires is analyzed through the Lisrel statistical packet program and two proposed 
relations are tested through structural equation modelling.  Interaction effect is tested by means of hierarchial 
regression analysis. 
3.2. Instruments 
Job Control: Perceived control at work was measured by Worker Control Scale developed by Dwyer and Ganster 
(1991). The scale consists of 21 items, rated on a 5-point Likert type scale. The items were translated to Turkish and 
tested for conceptual equivalence by Demokan (2009). The internal consistency of the scale was .86. 15 items are 
selected for this research. The items are evaluated with 6-point Likert scale (from strongly disagree to strongly agree) 
by the participants. 
Job Demands: Job demands are measured  via scale developed by Peeters, Montgomery, Bakker and Schaufeli 
(2005). This scale consists of 8 items. This scale is originally designed for measuring home demands. It was used for 
job demands by means of  the wording changed to refer to home/family demands by Demokan (2009). The 
exploratory factor analysis with one-factor extraction is emerged in the study. The items are evaluated with 6-point 
Likert scale (from never  to always) by the participants. 
      Shared Mission:  Mission sub-scale of ish version which is 
adapted by Mehmet Yahyagil (Yahyagil, 2004) an  is utilized for measuring  shared mission. 
Original form of Denison Organizational Culture Questionnaire, which was developed by Daniel R. Denison and 
William S. Neale, consists of 60 items. The Turkish version of DOCS consists of 36 items and each scale is measured 
by 9 items. Only 5 items are selected and used for this reserach. The items are evaluated with 6-point Likert scale 
(from strongly disagree to strongly agree) by the participants. 
     Shared Vision: 5-item scale developed by Morales and Lamas (2006) and adap ) is 
used for measuring. 4  items are selected and used for this reserach. The items are evaluated with 6-point Likert scale 
(from strongly disagree to strongly agree) by the participants. 
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4. Analysis 
4.1. Descriptive Analysis 
Descriptive statistics results for the research variables are seen at Table 1. 
Table 1. Descriptive Statistics Results 
 Mean St.dev 
Job control 3,45 1,16 
Job demand 3,76 0,98 
Shared mission 4,07 1,18 
Shared vision 3,90 1,23 
4.2. Validity and Reliability. 
Internal consistency reliability (cronbach alpha) is utilized for diagnosing reliability. Value 0,7 and above  is 
acceptable level for reliability (Hair, 1998). 
     Face validty and construct validty are used for diagnosing validty. 2 management scholars  investigate the items for 
suitability of scales.  Factor analysis is used for diagnosing  construct validty. Varimax Rotated, Principle Component 
Analysis is utilized in the analysis. The items that have eigenvalue higher than 1 and loaded by the value of 0,5 or 
higher on the one factor are considered. The items loaded on more than one factor with the difference score of 0,1 or 
lover are removed from the analysis. That is to say, after factor analysis result, some iterationa are carried out. 
Job control: 2 dimensions are emerged for the scale items in this research. Factor loads, explained cariance and 
reliability values are shown at Table 2. The dimensions are named in the light of  included items. The fisrt dimension 
is named as decision-operation , the other is named as  time-salary. 
Table 2. Job control 
 Items Factor Load Explained variance Reliability 
Decision-operation 
2 0,707 
% 37,128 0,880 
5 0,628 
7 0,805 
8 0,809 
9 0,803 
10 0,634 
11 0,746 
15 0,709 
Time-salary 
3 0,698 
% 18,403 0,830 4 0,744 6 0,737 
14 0,625 
 Kaiser- Meyer 
Olkin Measure 
0,898 
% 55,53 0,847  
of Sphericity 
0,000 
 
Job demands: 2 dimensions are emerged for the scale items in this research. Factor loads, explained cariance and 
reliability values are shown at Table 3. The dimensions are named in the light of  included items. The fisrt dimension 
is named as emotion , the other is named as  operation. 
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Table 3. Job control 
 Items Factor Load Explained variance Reliability 
Emotion 
1 0,604 
% 30,90 0,770 2 0,693 3 0,857 
4 0,805 
Operation. 
5 0,790 
% 29,87 0,764 6 0,780 7 0,612 
8 0,744 
 Kaiser- Meyer 
Olkin Measure 
0,807 
% 60,77 0,815  
Sphericity 
0,000 
 
     Shared vision: 4 items are loaded to one factor as expected. Explained variance and reliability value are % 60,53 
and  0,782, respectively. 
Shared mission:  5 items are loaded to one factor as expected. Explained variance and reliability value are % 61,543 
and  0,842, respectively. 
4.3. Relationships between variables. 
Correlation values between variables are shown at Table 4. 
Table 4. Correlations between variables 
 Job cont (decision-
operation) 
Job cont (time-
salary) 
Job  demand 
(emotion) 
Job  demand 
(operation) 
Shared 
vision 
Shared 
mission 
Job cont (decision-
operation) 1      
Job cont (time-
salary) 0,325** 1   
  
Job  demand 
(emotion) 0,289** 0,02 1  
  
Job  demand 
(operation) 0,560** 0,156** 0,472** 1 
  
Shared vision 0,353** 0,306** -0,186** 0,168** 1  
Shared mission 0,373** 0,290** -0,099 0,229** 0,702** 1 
**Correlations are significant at 0,01 level. 
 
              The individual effects of  job control and  job demand dimensions on the shared mission and shared vision are 
shown at Figure 2 and Figure 3 restectively.  The left part of the figures shows t values of the proposed 
relationship. The right part of the figures shows path coefficients of the model. 
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Figure 1: The individual  effects of job demand and control on the shared mission  
 
Fit  indexes for mission model are shown at Table  5. 
Table 5: Fit index for Mission model. 
X2 d.f. X2/d.f. RMSEA GFI SRMR NNFI CFI 
503,2 183 2,74 0,071 0,88 0,076 0,94 0,95 
 
According to fit index, it can be said that there is a good fit for mission model. 
 
     Structural equation model shows that control (decision-operation) and control (time-salary) posistively affect   the 
mission. Demand (emotion) negatively affect the shared mission by employee. The dimenson of job demand  
operation does not have significant effect on the mission sharing by employees. The most significant individual effect 
stems for job control (decision-operation). 
 
Mission = 0,47 * job control (decision-operation) + 0,21 * job control (time-salary)  0,39* job demand (emotion) 
 
   R2 = 0,36 
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Figure 2: The individual  effects of job demand and control on the shared vision. 
 
Fit  index for vision model are shown at Table  6. 
Table 6: Fit index for Vision model 
X2 d.f. X2/d.f. RMSEA GFI SRMR NNFI CFI 
611,6 242 2,52 0,067 0,87 0,071 0,94 0,95 
 
According to fit index, it can be said that there is a good fit for vision model. 
 
     Structural equation model shows that control (decision-operation),  control (time-salary) and job demand 
(opereation) posistively affect   the vision. Demand (emotion) negatively affect the shared mission by employee. The 
most significant individual effect stems from job demand (emotion). 
 
Vision = 0,32 * job control (decision-operation) + 0,19 * job control (time-salary)  0,42* job demand (emotion) + 
0,26 job demand (operation) 
 
   R2 = 0,34 
 
4.4 Intearction between job demand and control 
 
       Significant effect of interaction (job demand x control) is tested in a similar way that moderator effect is  
diagnosed. Therfore, hierarchical regressin analysis is utilized. Variable job control in the first step, variable job 
demand in the second step are regressed. Then, interaction term is added to regession equattion in the final step. For 
diagnosing significant  moderation effect, 2 criteria are considered: statiscally significant increment in R2, the 
signifcance of interaction term. 
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     Multicollinearity test is carried out for especially interaction terms: Tolerance <0.20 ; VIF >10 ; CI >30. For 
solving multicollinearity problem, the variables are mean-centered, and then multiplicated and added to regression 
equation. 
     The significant effect of job control x job demand interaction in general meaning occurred on the shared vission. 
Standardized beta coefficients in  hierarchical regression are shown at Table 7. As a general, the interaction of job 
control x job demand  does not have significant effect on shared mission (p >0,05). 
Table 7: Interactional effect on the shared vision. 
 Shared vision   
Predictors    1    2      3 
Job control  0,413  0,467   0,440 
Job demand   -0,114  
Job control x Job demand    -0,111 
R2 0,171 0,184   0,196 
p 0,000 0,000   0,000 
 R2  0,013   0,012 
F 67,2 35,96   25,80 
 
     Considering dimensions of job control and job demands, the interaction term is significant for only job control 
(decision-operation) x job control (operation) on the shared vision. But; job demand is not statistically significant in 
the second step of hierarchical regression analysis. As a result, it can be said that the job demand (operation) does not 
have determination for interaction term. 
 
     Considering  analysis results, hypothesis H1 rejected,  hypothesis H2 supported. 
5. Results and Discussion 
According to research findings, job demand (emotion) has the most significant effect on the shared vision in a 
negative direction. Relatively the lowest effect is control perceived by employees on the job in terms of time-salary. 
Emotional job demands experienced by blue-collar employees cause them to identify with organization vision. But; 
there ise a positive relationship between the operation dimension of job demand and sharing vision with organization. 
Inasmuch as blue-collar employees work in operation level, working as expected by management and increment in 
these expextations get the employees to perceive themselves a scritical role for organization. The blue-collar 
employees think that increment in job demands expecte
position namely reaching vision. This situation  
blue-collar employees seeing themselves as  important for organization identify wih organization vision.  
Job control (decision-operation) has the most significant effect on shared mission. Relatively the lowest effect  is 
control perceived by employees on the job in terms of time,-salary. Emotinal job demands result in leaving the 
organization mission for employees. 
white,collar workers than to blue collar workers. There are subtle differences between these two occupational groups 
 at work. Job holders with lower education  and lower job scope  are likey 
to have less control at work (Ganster, Schaubroeck, 1991).  Some Chinese studies have revealed a tendency  of blue-
collar workers to feel little need for personel control at work. Drawing on the notion of person-environment fit  and 
stress (Caplan et al. 1975), one can hypothesize that control may actually provoke stress whan it is not value, since 
stress results from a misfit between environmental supplies and personel values, goals, and motives. 
-or operation related. Blue-collar workers, however, have 
control mainly over issues that relate only indirectly to their jobs (for example, making certain decisions at lower 
levels of organization, including evaluation of co-
pointed out, more substantive control over operation-related issues is confines to managers and bureacrats. Mission 
directly related to duties of job. For this reason, interaction job control x job demand  may not affect the shared 
mission by employees. In addition  blue collar workers are  vulnerable social group in the period of  economic change 
or arrangements in the Turkey. Because of their limited education and specialized production skills, they have had 
many fewer opportunites than white-collar workers for job advancement and mobility. Many blue-collar employees 
reported experiencing high stress, which thet attributed to lost job security, decresased incomes, the requirement to 
learn new skills resulting fom organizational changes. Personal control at work did not appear to be stress-reducing 
 theory of hierarchy of needs, it can be expected that  blue collar employees 
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would have a higher propensity than white-collar workers to seek atisfaction of their lower-level needs. Less concrete 
issues such as control at work might not be compelling for them (Xie, 1996). Therefore, interaction  is not be 
significant for shared mission.  
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